FPD New Future Initiative

- “Our People” Working Group -



Purpose of Today's Briefing

1) Introduce the “Our People” working group;

2) Highlight the changes that are realized after the
successful conclusion of our work;

3) Present the keystone product of our efforts — the FPD
Career Framework;

4) Share the current scope of our efforts;

5) Invite comments and discussion so we may:.

— enhance the quality of our work,

— Increase the likelihood that the benefits are utilized throughout
the community,

— and, identify ways to collaborate now and in the future.



"Our People”
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Breakthrough Area’s:

1. Updated and enhanced FPD "Our People” framework.

3. Increased transparency and efficiency associated with
how the GSFC workforce can leverage FPD-specific
opportunities and professional development strategies.

4. Promoted increases in diversity and inclusion primatrily
through competition-based processes.

5. Promoted clarity by illustrating common — but not

exclusive — career pathways, including defined entry/exit
points, for programy/project management, resources

management and administrative support practitioners.

6. Modernized professional development toolset available to

the workforce including, but not limited to, enhanced
mentoring, self-assessments and informational

nterviews.

/. Facilitated transition to future generations through

increased number of viable candidates for future
leadership positions at all levels.
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Methodology

Final Outcome
1.1

Defining the
‘future’ state. .O. #A.1 1.0.#B.1 1.0.#C.1 [.0.4D.1

.LO. #A.2 1.0.4#B.2 1.0.#C.2 1.0.#D.2

The future state

‘realized’.
.O. #A.3 1.0.#B.3 1.0.#C.3 1.0.#D.3 .

A

| \

\ }
| Final Outcome

Array maps the work that must be completed 1.2

in order to implement the “Framework”.
1/19/2011 "Our People" Status Briefing 5




Final Outcomes

v Qutcome 1.1

— By December 2010 the Goddard Flight Projects Directorate will
have a defined integrated program/project career framework for
technical, resources management and administrative
professionals allowing for a broad and diverse candidate pool
for succession and superior organizational performance.

e Qutcome 1.2

— By October 2011 the Goddard Flight Projects Directorate will
have in place an integrated program/project career framework
for technical, resources management and administrative
professionals allowing for a broad and diverse candidate pool
for succession and superior organizational performance.




FPD Career Framework
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/7.0
Performance
Management

7.2 Awareness of
awards available for

Projects and
Supervisors to give;

awareness of award
winners

7.3 Retiring employees:
Retention and
Knowledge Transfer

3.0
Diversity

8.2 Demographics and
forecast workforce

needs including EOQ/
Diversity goals



Summary

* The “Our People” working group has been
established to focus on our most important
resource...our people.

 To date, we have:
— Supported the strategic communication activities

— Completed definition of the first version of the top-
level outcomes (Initial and Final), as well as all
prioritized Intermediate Outcomes

— Transitioned into the implementation phase and are
working the Intermediate Outcomes

* All activities are being scheduled and tracked

 We look forward to getting the word out about
our activities and collaborating wherever
appropriate.



